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ABSTRACT 

Career reentry of women is a vital facet in today’s compeers as all the sectors focus on gender diversity. 

However, women face a lot of challenges during their re-entry into career and are vulnerable to rejection during 

to multiple reasons in today’s competitive era. In this background, the current study is conducted to find the 

challenges faced by women during their re-entry into IT sector. The study also intends to assess the perceived 

support factor during their re-entry. The study adopts purposive sampling technique under non probability 

sampling with n=122, a detailed questionnaire was constructed and the Overall Scale Reliability using 

Cronbach's Alpha is .960 thereby using factor analysis, with the help of SPSS. The study found that lack of job 

opportunities at the same level is a major challenge (m=3.57) while other factors include lack of lateral job 

opportunities (M=3.39) and lack of confidence (M=3.36). On the other hand, lack of flexible working hours 

(M=3.33) has been found as one of the major constraints for women during their re-entry into IT sector. The 

study found training in self-presentation (M=3.97) as the major perceived support factor, while it also suggested 

that the women must be connected in a professional network and keep in constant touch with employers and 

colleagues (M=3.93). To conclude, public policy intervention is essential in labor markets while organizations 

must take initiatives and frame police guidelines to ensure gender diversity, age and gender-based non-

discrimination and provide equal opportunities for talented women re-entrants.  
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1. INTRODUCTION  

In the face of decades of progression towards workplace equality, women remain dolefully 

underrepresented in technology workforce. In Global Gender Gap Report 2021 (World Economic Forum, 

2021a), India attained 140th position out of 156 countries with the highest gender gap in labor market up to 72% 

in pre-COVID era; while only 29.2% women have technical roles, only 14.6% reach senior roles. As per PIB 

(Press Information Bureau, 2021), 40% of global women STEM graduates are Indians whereas only 14 per cent 

land in STEM jobs. In terms of information technology industry, NASSCOM (NASSCOM, 2021a) cited that 

35% revenue is contributed by women.  

Out of the total net hiring during the financial year 2020, 44% recruited were females (World Economic 

Forum, 2021b). As per World Economic Forum report (2020), four industries including software and IT services 

continued to recruit females in senior management positions though the pandemic created a drastic shift in other 

domains. The report further mentions that the share of women hired into senior management roles increased 

from 24.2% in 2015 to 31% in 2020. Though huge number of potential women candidates are eligible for getting 

recruited, the extending gender gap in Indian IT industry might be due to two reasons such as high attrition rate 

and challenging re-entry.  

While the former tend to occur due to structural, systemic, and societal barriers (Kirton and Robertson, 

2018) such as marriage, maternity, work-life balance, health-related issues, work pressure, improper appraisal, 

non-cooperative team and financial needs (Gwal, 2016; Singh, Ganguli and David, 2017; NASSCOM, 2021b). 

For the latter i.e., challenging re-entry of women into IT industry, the concept of gender diversity at workplace 

boosts the entry of women in IT industry after a break in their career. Various firms in India initiated programs 

for women with career break such as Renew (L&T), Next Innings (Google), Rekindle (Amazon), Springboard 

(Microsoft), Recharge India (PayPal), Vapasi (Thoughtworks), Return to Work (Accenture) and so on 

(Debolina, 2021). However, some of the challenges faced by women during their re-entry are lack of recent 

work experience and suitable job opportunities (Adithya, 2019); workplace apathy, no support from family, and 

societal pressures (Tabassum and Nayak, 2021); socially responsible, gender disadvantage and work–family 

conflict (Alok, Banerjee and Kumar, 2021); lack of updated skills, low or same remuneration drawn prior to 

break and health issues (Sarora and Sharma, 2018) and so on. 

COVID-19 has disrupted the functioning of humankind across the globe while IT industry tackled the 

same with dynamic business continuity plans such as Work-From-Home, technological advancements in 

hardware setup (minimal IT infrastructure, laptops etc.,), cloud computing, virtual applications for meetings 

and so on (Deloitte, 2020). However, the recruitment in IT industry reached 85% Y-O-Y growth in October 

2021 as per Naukri report (Naukri.com, 2021). The sole reason behind this high recruitment is the need for 

digital transformation and the adoption of cloud technology, due to social distancing norms, as a part of curbing 

COVID-19 (Sahu, 2021).  
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In this background, the current study is aimed at identifying the challenges faced by women during re-

entry and to assess their perceived support factor in their re-entry. Though various studies have been conducted 

earlier about the re-entry of women into their career, no specific study has focused on the factors that assess the 

re-entry of women in IT industry, especially in Karnataka, one of the key tech hubs of India. So, the scope of 

this study is restricted to women re-entrants working in Karnataka state only. The women re-entrants working 

in IT and ITeS are targeted to get the responses. Further, the current study also explores the opportunities 

available for women during their re-entry into IT industry after COVID-19 crises since the pandemic has 

revolutionized the recruitment and retention strategies. 

The technology also has fueled digital learning and networking platforms, allowing women to take a 

professional sabbatical to reskill and network in preparation for re-entry (Cukier et al., 2021). With increasing 

work from home options, flexible work timings (Sunaina Arora and Kumari, 2021), free training facilities 

offered by the employer (Microsoft, 2022; Thoughworks, 2022), paid internships (IBM, 2018) and support from 

the team and mentors, the findings from the current study will help the policy makers, industry leaders, talent 

acquisition teams and firms to fulfil the gaps and acquire women talents into their teams in their re-entry. With 

this motivation, the current study analyzes various support factors that are helpful in overcoming the challenges 

faced by women reentrants. The objectives of the study are as follows.  

 To identify the challenges faced by women in IT industry during re-entry 

 To assess the perceived support factors in their reentry. 

2. LITERATURE REVIEW 

Career re-entry is a challenging phase for most of the women across the globe. While studies have been 

conducted elsewhere, little to no studies conducted in Indian context in this regard. As per the review of 

literature, various reasons have been conducted to analyze the reasons behind women quitting their 

professional career (Cahusac and Kanji, 2014; Landivar, 2014; Kanji and Cahusac, 2015; Zimmerman and 

Clark, 2016). Various researchers (Lovejoy and Stone, 2012; Panteli, 2012; Greer, 2013; Nilsson and Ekberg, 

2013; Gwal, 2016) cited ‘lack of confidence’ as one of the major barriers for women during their re-entry into 

their career. Lack of confidence in themselves is a result of knowledge gap as IT sector demands their 

employees to keep updated through professional courses. The expectation that ICT workers should frequently 

update their skills means that being a returner might only be a short term barrier, which could be overcome by 

undertaking appropriate training courses.  

Nevertheless, rather than being employed by major multinational companies, in fact most ICT workers 

are employed by small and medium size enterprises (Marshall, 2010). Outdated skills is mentioned as one of 

the challenges faced by women during their re-entry into career (Lovejoy and Stone, 2012; Panteli, 2012; 

Greer, 2013; Gwal, 2016; Sarora and Sharma, 2018). Lack of family support (Valente, 2019; Alok, Banerjee 

and Kumar, 2021; Tabassum and Nayak, 2021) too was cited by a number of researchers in this regard. 

Kaushiva and Joshi (2020) assessed how far a policy can support the women in re-entering their career after a 

break. This policy support includes the completion of company-sponsored internship programs. Sarora and 
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Sharma (2018) mentioned that there are less number of prospects available for women when they try to re-

start their career.  

In the study conducted among south Indian IT women, (Ravindran and Baral, 2013) mentioned that a 

few variables such as diversity climate, policy usage, work-family culture and organizational justice make a 

difference in their career re-entry. Some companies provide paid internships to help women with their 

transitions (Catapano, 2015; Stenglein, 2019). Bartoš and Pertold-Gebicka (2018) mentioned that a few 

employers exhibit discrimination against women who seek to re-start their career. Arora and Kumari (2021) 

mentioned that if flexible hours become a norm, more women tend to re-start their career. Intervention programs 

are important in refining women’s position in the IT sector, recognizing their competences to act as a bridge for 

the transfer of knowledge (Panteli, 2012). Furthermore, the location of companies is often cited as a barrier.  

Career re-entry of women should be an important factor in IT field as this sector is booming. To attract, 

promote and retain talented women at workplace, career re-entry of women should be given more importance 

than ever before. (Singh and Vanka, 2020) mentioned that IT women, who make a re-entry, are motivated by 

their search towards a strong career identity, high level of work centrality and also to regain financial 

independence. Further, the study also found that an active agency of women, a supportive ecosystem and life 

events that favor the career growth of women can ease their career re-entry. As a supportive policy for working 

mothers, the main focus of organization is increasing gender diversity. Organization has taken an initiative, 

where completion of internship programme is organized for women to help them in returning to the workforce 

post a career break. Result of this study showed that this support policy has a significant effect on evaluation of 

job fit (Kaushiva and Joshi, 2020).  

In the study conducted by (Adithya, 2019), the researcher listed lack of recent work experience and 

suitable job opportunities as major reasons faced by women IT professionals when they try to make a re-entry 

into their career after a hiatus. This study was conducted among 80 women IT professionals and provided 

suggestions for a smooth career re-entry. The nature of women’s activities during their career break may be 

crucial in their ability to re-enter the labor market. The longer the career breaks are, higher the likelihood that 

their knowledge becomes outdated and skills get deteriorate. This adversely affects the opportunities for women 

in their career re-entry. Noted economist Paul Krugman (Krugman, 2013) says that long-term unemployment 

leads to unemployability. This may be true in the case of potential re-entry women too. (Ilyashenko et al., 2019) 

mentioned that women must undergo skill development programs during their professional break so as to cope 

up with job requirements. (Catapano, 2015; Stenglein, 2019) added that in addition to keeping in touch with the 

domain, women should be able to get training from executive trainers. Valente (2019); Kaushiva and Joshi 

(2020) cited that networking with colleagues at previous office and maintaining professional network too play 

a crucial role in career re-entry as internal job postings are high. 

The researchers mentioned that women get motivated to re-start their career if they have a supporting 

family, work-life balance, appropriate child care (Landivar, 2014; Zimmerman and Clark, 2016; Bröckel, 2018; 

Valente, 2019; Sunaina Arora and Kumari, 2021) etc. Quill (2020) added that supportive family, equality among 

partners, sharing of domestic duties tend to encourage women for a professional re-entry. Ely et al. (2014) 
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mentioned that women prefer their family than job are most likely to quit their profession earlier. In this 

background, the current study attempts at identifying the challenges faced by women during their re-entry and 

to assess their perceived support factor in during their re-entry. The following hypotheses are framed to answer 

the research objective.  

H0: There is no relationship between the challenges faced and expected support factor in women reentry. 

H1: There is relationship between the challenges faced and expected support factor in women reentry 

3. RESEARCH METHODOLOGY 

The current study is mainly based on primary data. The study adopts purposive sampling technique 

under non probability sampling with a sample size of 122, a detailed questionnaire was constructed and the 

Overall Scale Reliability using Cronbach's Alpha is .960 thereby using factor analysis, with the help of SPSS.   

Primary data: Primary data was collected using a structured questionnaire through Google forms.  

Secondary data: Secondary data collected from different types of sources such as peer-reviewed journal articles, 

newspapers, books, websites, conference proceedings, company reports etc., were used to support the study. 

The study adopted probability sampling with an emphasis on stratified sampling technique to identify 

the reentry of women into workforce, followed by convenience sampling technique under non-probability 

sampling with a sample size of 122, thereby limiting itself to non-parametric data analysis using factor analysis 

with the help of SPSS. The results for demographic information are covered from tables 6 to 13 and are 

presented in the appendix.  

4. DATA ANALYSIS & INTERPRETATION 

4.1 Descriptive Statistics 

Table 1. Challenges faced by women in their re entry 

Challenges Mean 
Std. 

Deviation 
Rank 

Lack of confidence 3.36 1.390 3 

Lack of family support 2.65 1.363 9 

Lack of better prospects 3.30 1.303 5 

Outdated skills 3.04 1.346 7 

Lack of job opportunities-at 

the same level 
3.57 1.290 

1 

Lack of lateral job 

opportunities (No suitable 

position to return to) 

3.39 1.231 

2 
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Challenges Mean 
Std. 

Deviation 
Rank 

Employer/Recruiting 

agencies discriminations 

against women who have 

taken a break 

3.11 1.425 

6 

Age Discrimination 2.90 1.324 8 

Lack of flexible working 

hours 
3.33 1.368 

4 

 

Table 1 depicts various challenges faced by women during their re-entry, in which ‘Lack of job 

opportunities-at the same level’ remains the most prominent challenge as it has the highest mean value 

(M=3.57). Then, the second major challenge was ‘Lack of lateral job opportunities’ (No suitable position to 

return to) (M=3.39) followed by ‘Lack of confidence’ (M=3.36), ‘Lack of flexible working hours’ (M=3.33), 

‘Lack of better prospects’ (M=3.30) and ‘Employer/Recruiting agencies discriminations against women who 

have taken a break’ (M=3.11). However, ‘outdated skills’ (M=3.04), ‘Age Discrimination’ (M=2.90) and ‘Lack 

of family support’ (M=2.65) are considered as minor challenges by the respondents during their career re-entry. 

Table 2. Support factors 

Support Factors Mean 
Std. 

Deviation 
Rank 

Attending training & skill development 

Programmes during break 
3.92 1.034 3 

Maintaining networks/ Constant contact 

with employers and colleagues 
3.93 .997 2 

Training in self-presentation 3.97 1.028 1 

Quality/nature of work done before career 

break 
3.91 1.077 4 

Position held before career break 3.83 1.133 5 

Done individual projects before and during 

the breakup 
3.54 1.159 7 

Training to update sector or professional 

knowledge 
3.79 1.107 6 

Coaching taken from an executive trainer 3.48 1.174 8 

 

Table 2 shows that the most perceived support factor is ‘Training in self-presentation’ as it has the 

highest mean value (M=3.97). The second best support factor is ‘maintaining networks/ Constant contact with 

employers and colleagues’ (M=3.93) followed by ‘Attending training & skill development Programmes during 
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break’ (3.92), ‘Quality/nature of work done before career break’ (3.91), ‘Position held before career break’ 

(3.83) and ‘Training to update sector or professional knowledge’ (3.79). ‘Individual projects before and during 

the breakup’ (3.54) and ‘Coaching taken from an executive trainer’ (3.48) are given less importance by the 

participants as support factors.  

4.2 Factor Validity Analysis 

4.2.1 Challenging Factors 

Using a Varimax rotation of 9 items, Principal Component Analysis (PCA) was conducted. KMO and 

Bartlett’s Test of Sphericity for challenges faced by women reentrants were performed for the scale items. Table 

3 provides the results of the analyses. 

 

Table 3. KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling 

Adequacy. 
.911 

Bartlett's Test of 

Sphericity 

Approx. Chi-Square 697.412 

df 36 

Sig. .000 

 

As shown in the table, KMO measure is 0.911 which very well exceeds the minimum of 0.5, hence the sampling 

is found to be adequate. Bartlett’s Test of Sphericity is significant as the ‘p’ value is less than 0.01 and the test 

value is 697.412. Therefore, it can be concluded that there are correlations in the data set appropriate for factor 

analysis since the stability of the dataset for factor analysis is confirmed. 

4.2.2 Support Factors 

Using a Varimax rotation of 8 items, Principal Component Analysis (PCA) was conducted. KMO and Bartlett’s 

Test of Sphericity for challenges faced by women reentrants were performed for the scale items. Table 4 

presents the results of the analyses. 

 

Table. 4 KMO and Bartlett’s Test 

Kaiser-Meyer-Olkin Measure of Sampling 

Adequacy. 
.918 

Bartlett’s Test of 

Sphericity 

Approx. Chi-Square 731.257 

df 28 

Sig. .000 
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As shown in the table, KMO measure is 0.918, which very well exceeds the minimum of 0.5, hence sampling 

is found to be adequate. Bartlett’s Test of Sphericity is significant as the ‘p’ value is less than 0.01 and the test 

value is 731.257. Therefore, it can be concluded that there are correlations in the data set appropriate for factor 

analysis since the stability of the dataset for factor analysis is confirmed. The results shown in table 5 from 

correlation analysis depicts that majority of the parameters regarding the challenges faced by women reentrant 

and their perceived support factors show a significant relationship since the ‘p’ value is less than 0.05. 

Therefore, a significant positive correlation exists between the challenges faced and perceived support factor of 

women reentrants as all the r values are positive. 

5. FINDINGS 

The study findings infer that there exists a significant positive correlation between the challenges faced 

and perceived support factor for women during their career re-entry. The researcher confirmed the stability of 

the dataset for factor analysis. The major findings of the current study are discussed herewith. Lack of job 

opportunities-at the same level is a major challenge faced by women. This study findings is in line with 

(Adithya, 2019) whom mentioned that the women find it challenging to be employed in the same hierarchy 

during their career re-entry. While lack of lateral job opportunities (No suitable position to return to) is one of 

the major challenges found by this study, (McGrath, Driscoll and Gross, 2005) mentioned that women, in their 

career re-entry, prefer low or comparable responsibilities to maintain a fine balance between their job 

commitments and personal commitments.  

Lack of confidence has been cited as one of the major challenges cited by most researchers (Greer, 

2013); (Gwal, 2016); (Lovejoy and Stone, 2012; Panteli, 2012) 2011; (Nilsson and Ekberg, 2013) while the 

current study findings too empirically establish the stance. The study conducted by (Stenglein, 2019) mentioned 

that HR managers and leaders should evaluate the volunteer leadership experiences for women during their re-

entry which in turn boosts their confidence to be hired in higher positions of an organization. Lack of flexible 

working hours is found as a major challenge in this study as cited by (Sunaina; Arora and Kumari, 2021) as 

well since the women who took a break continued to work part-time or study or take entrepreneurial jobs for 

about 3-6 hours a day during their break. So, women prefer flexible work options for which the organizations 

must introduce policy changes.  

As per the current study results, ‘Lack of better prospects’ is one of the key challenges which reflects 

the views of (Ramakers et al., 2015). In line with this, the study results establish that women face discrimination 

during their re-entry by their Employer/Recruiting agencies since they took a break. These findings are in line 

with Aditya’s study. Training in self-presentation has been found as the major perceived support factor, 

according to women during their career re-entry (Catapano, 2015; Stenglein, 2019). Further, other factors such 

as Maintaining networks/ Constant contact with employers and colleagues (Valente (2019); Kaushiva and Joshi 

(2020)), Attending training & skill development Programmes during break, Quality/nature of work done before 

career break, Position held before career break, and Training to update sector or professional knowledge also 

considered to the most perceived support factors.  
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The career re-entry of women is supported by various factors such as supportive family/workplace 

environment, appropriate childcare facilities, suitable remuneration and position in the organization, non-

discriminative leaders and talent acquisition teams and enthusiasm to climb the organizational ladder. The 

companies should provide on-the-job training and help the women re-entrants to build their career through 

professional support and maintain gender balance in organizational setting (Marinelli, Male and Lord, 2021). 

The managers should be provided specific training of how to help professional mothers to overcome their 

constraints (Noon, 2020). In spite of the Maternity Benefit (Amendment) act 2016 has been in practice, most of 

the women are yet to enjoy the benefits of the act. So, policies should be implemented with full force at the 

workplace (Sahadevan, 2021).  

6. SUGGESTION AND CONCLUSION 

After the sudden outbreak and two waves of COVID-19, there is a paradigm shift occurred in IT 

workspace such as work-from-home options, dynamically-changed talent acquisition process and talent 

retention and re-training processes. Most of the companies have started new initiatives that boost the entry of 

women into career after a break. The economic burdens of extensive lockdowns and its consequences made 

Indian households to ensure a fine balance between health and finance. Burnout has turned to be a real problem 

after continuous lockdown which further impacted the confidence levels among women who took a break from 

their career. In this scenario, re-entry of women into IT career can be boosted if the women get support from 

the organization and their family. Organizations must ensure gender balance at workplace and can gain benefit 

out of experienced and job-ready talents. While they need to work on policy guidelines that facilitate and retain 

the talents into the team.  

Family, on the other hand, should extend support to the women re-entrant in terms of providing 

appropriate childcare, sharing household works etc. The study reveals that there is a positive relationship 

between the challenges faced and the perceived support factor of women reentrants. The support factors play a 

vital role in women’s career reentry and career success. When women have support factors the efficiency and 

productivity of women reentrant can lead to upward trend thereby can increase the workforce efficiency. Public 

policy intervention is relatively essential in labour markets with the need for organizations to be more responsive 

to upkeep unambiguous needs of women career reentrants.  

The study has a few limitations such as focus on only one domain i.e., IT with a limited sample size in 

a specific geographical location. The researcher has planned to extend the sample size in future focusing 

Karnataka, while other researchers are recommended to investigate the theme in other IT hubs of India such as 

Hyderabad, Chennai, Delhi NCR and Pune. India has already provided more than 175 crores vaccination doses 

as on 25th February 2022. So, the future researchers can investigate the employment of women re-entrants as 

most of the IT organizations have opened physical offices to its employees, instead of work-from-home option.  
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APPENDIX 

Table 5. Correlation analysis between the challenges faced and perceived support factor 

  Attending 

training & 

skill 

developme

nt 

Program

mes 

during 

break 

Maintaini

ng 

networks/ 

Constant 

contact 

with 

employers 

and 

colleagues 

Training 

in self-

presentati

on 

Quality/nat

ure of work 

done before 

career 

break 

Positio

n held 

before 

career 

break 

Done 

individu

al 

projects 

before 

and 

during 

the 

breakup 

Training 

to update 

sector or 

professio

nal 

knowledg

e 

Coachi

ng 

taken 

from an 

executi

ve 

trainer 

Mentori

ng from 

a senior 

colleagu

e 

Lack of 

confidence 

Pearson 

Correlati

on 

.405** .253** .379** .362** .370** .410** .328** .394** .457** 

 Sig. (2-

tailed) 

0 0.005 0 0 0 0 0 0 0 

 N 120 120 120 120 119 119 118 120 120 

Lack of family 

support 

Pearson 

Correlati

on 

0.165 0.116 .205* .243** .294** .324** .253** .424** .495** 
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  Attending 

training & 

skill 

developme

nt 

Program

mes 

during 

break 

Maintaini

ng 

networks/ 

Constant 

contact 

with 

employers 

and 

colleagues 

Training 

in self-

presentati

on 

Quality/nat

ure of work 

done before 

career 

break 

Positio

n held 

before 

career 

break 

Done 

individu

al 

projects 

before 

and 

during 

the 

breakup 

Training 

to update 

sector or 

professio

nal 

knowledg

e 

Coachi

ng 

taken 

from an 

executi

ve 

trainer 

Mentori

ng from 

a senior 

colleagu

e 

 Sig. (2-

tailed) 

0.073 0.212 0.026 0.008 0.001 0 0.006 0 0 

 N 118 118 118 118 117 117 116 118 118 

Lack of better 

prospects 

Pearson 

Correlati

on 

.360** .258** .309** .370** .328** .302** .249** .370** .382** 

 Sig. (2-

tailed) 

0 0.004 0.001 0 0 0.001 0.006 0 0 

 N 120 120 120 120 119 119 118 120 120 

Outdated skills Pearson 

Correlati

on 

.368** .217* .319** .297** .324** .287** .331** .437** .517** 
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  Attending 

training & 

skill 

developme

nt 

Program

mes 

during 

break 

Maintaini

ng 

networks/ 

Constant 

contact 

with 

employers 

and 

colleagues 

Training 

in self-

presentati

on 

Quality/nat

ure of work 

done before 

career 

break 

Positio

n held 

before 

career 

break 

Done 

individu

al 

projects 

before 

and 

during 

the 

breakup 

Training 

to update 

sector or 

professio

nal 

knowledg

e 

Coachi

ng 

taken 

from an 

executi

ve 

trainer 

Mentori

ng from 

a senior 

colleagu

e 

 Sig. (2-

tailed) 

0 0.017 0 0.001 0 0.002 0 0 0 

 N 120 120 120 120 119 119 118 120 120 

Lack of job 

opportunities-at 

the same level 

Pearson 

Correlati

on 

.347** .262** .285** .216* .338** .213* .301** .345** .407** 

 Sig. (2-

tailed) 

0 0.004 0.002 0.017 0 0.02 0.001 0 0 

 N 121 121 121 121 120 120 119 121 121 

Lack of lateral 

job opportunities 

(No suitable 

Pearson 

Correlati

on 

.345** .467** .442** .267** .399** .329** .394** .401** .479** 
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  Attending 

training & 

skill 

developme

nt 

Program

mes 

during 

break 

Maintaini

ng 

networks/ 

Constant 

contact 

with 

employers 

and 

colleagues 

Training 

in self-

presentati

on 

Quality/nat

ure of work 

done before 

career 

break 

Positio

n held 

before 

career 

break 

Done 

individu

al 

projects 

before 

and 

during 

the 

breakup 

Training 

to update 

sector or 

professio

nal 

knowledg

e 

Coachi

ng 

taken 

from an 

executi

ve 

trainer 

Mentori

ng from 

a senior 

colleagu

e 

position to return 

to) 

 Sig. (2-

tailed) 

0 0 0 0.003 0 0 0 0 0 

 N 119 119 119 119 118 118 117 119 119 

Employer/Recrui

ting agencies 

discriminations 

against women 

who have taken a 

break 

Pearson 

Correlati

on 

.384** .329** .344** .275** .366** .395** .363** .465** .485** 
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  Attending 

training & 

skill 

developme

nt 

Program

mes 

during 

break 

Maintaini

ng 

networks/ 

Constant 

contact 

with 

employers 

and 

colleagues 

Training 

in self-

presentati

on 

Quality/nat

ure of work 

done before 

career 

break 

Positio

n held 

before 

career 

break 

Done 

individu

al 

projects 

before 

and 

during 

the 

breakup 

Training 

to update 

sector or 

professio

nal 

knowledg

e 

Coachi

ng 

taken 

from an 

executi

ve 

trainer 

Mentori

ng from 

a senior 

colleagu

e 

 Sig. (2-

tailed) 

0 0 0 0.002 0 0 0 0 0 

 N 120 120 120 120 119 119 118 120 120 

Age 

Discrimination 

Pearson 

Correlati

on 

.298** .256** .351** .252** .358** .428** .386** .455** .465** 

 Sig. (2-

tailed) 

0.001 0.005 0 0.006 0 0 0 0 0 

 N 120 120 120 120 119 119 118 120 120 

Lack of flexible 

working hours 

Pearson 

Correlati

on 

.290** .338** .412** .357** .468** .381** .395** .512** .610** 
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  Attending 

training & 

skill 

developme

nt 

Program

mes 

during 

break 

Maintaini

ng 

networks/ 

Constant 

contact 

with 

employers 

and 

colleagues 

Training 

in self-

presentati

on 

Quality/nat

ure of work 

done before 

career 

break 

Positio

n held 

before 

career 

break 

Done 

individu

al 

projects 

before 

and 

during 

the 

breakup 

Training 

to update 

sector or 

professio

nal 

knowledg

e 

Coachi

ng 

taken 

from an 

executi

ve 

trainer 

Mentori

ng from 

a senior 

colleagu

e 

 Sig. (2-

tailed) 

0.001 0 0 0 0 0 0 0 0 

 N 120 120 120 120 119 119 118 120 120 

Decrease in 

salary package 

Pearson 

Correlati

on 

.372** .385** .374** .337** .327** .297** .309** .381** .396** 

 Sig. (2-

tailed) 

0 0 0 0 0 0.001 0.001 0 0 

 N 121 121 121 121 120 120 119 121 121 

** Correlation is significant at the 0.01 level (2-tailed).      

* Correlation is significant at the 0.05 level (2-tailed).      
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DEMOGRAPHIC DETAIL 

Table 6. Age 

 

Age Frequency Percent 

Valid 

Below 25 5 4.1 

25-30 72 59.0 

31-35 27 22.1 

36-45 14 11.5 

Above 45 4 3.3 

Total 122 100.0 

 

Table 7. Marital Status 

 

Marital Status Frequency Percent 

Valid 

Never Married / 

Single 
42 34.4 

Married 77 63.1 

Awaiting divorce 1 .8 

Divorced 2 1.6 

Total 122 100.0 

 

Table 8. Educational Qualification 

Educational Qualification Frequency Percent 

Valid 

Diploma 4 3.3 

Graduation 40 32.8 

Post-Graduation 50 41.0 

Professional Graduates 11 9.0 

Post Graduate 

Professionals 
16 13.1 

Doctorates 1 .8 

Total 122 100.0 
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Table 9. Family Type 

 

 Frequency Percent 

Valid 

Joint 36 29.5 

Nuclear 86 70.5 

Total 122 100.0 

 

Table 10. Industry type/Job area 

 Frequency Percent 

Valid 

1. IT 58 47.5 

2.ITeS 64 52.5 

Total 122 100.0 

 

Table 11. Annual Income (Self) 

 Frequency Percent 

Valid 

1. Less than 

2,00,000 
43 35.2 

2. 2,00,000-

4,00,000 
37 30.3 

3. 4,00,000- 

8,00,000 
30 24.6 

4. Above 

8,00,000 
12 9.8 

Total 122 100.0 

 

Table 12. Work Experience in years 

 

 Frequency Percent 

Valid 

1-2 years 25 20.5 

3-5 years 51 41.8 

6-10 years 33 27.0 

More than 10 

years 
13 10.7 

Total 122 100.0 
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Table 13. Frequency of break in your career 

 Frequency Percent 

Valid 

1 96 78.7 

2 22 18.0 

3 2 1.6 

More than 3 2 1.6 

Total 122 100.0 
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